1.1 Understand the purpose and value of the people profession. 

Herrity (2023) highlights that professional conduct is characterised by formality, attentiveness, and drive. A professional is competent, continually upskilling, and delivering high standards in their role.
A people professional’s (PP) primary goal is to shape positive work and working lives in businesses. This requires effective communication and a commitment to integrity, which is central to the Profession Map (CIPD, 2023). The Profession Map outlines how PPs can make a significant impact and drive change.
PPs support organisations by managing people, boosting employee performance, promoting inclusivity, and enhancing wellbeing. The CIPD PM emphasises the need for PPs to align HR practices with business objectives and anticipate future people challenges. Additionally, PPs require expertise in areas such as talent management, L&D, employment law, and performance management (Wilmington College).
PPs should also utilise data for evidence-based decision-making to improve HR policies and practices (Hurst, 2023). Ethical practice is fundamental in the CIPD Profession Map, which expects PPs to uphold equity, equality, and integrity in all decisions (Deenadayalan, 2017). PPs should model ethical behaviour, applying values consistently in decision-making (Marchington, 2021).
The Profession Map also highlights professional behaviours, such as good character, emotional intelligence, communication, and relationship-building. PPs foster trust with employees and management by providing reliable advice, leading projects, ensuring compliance, and being empathetic when making decisions (Mindtools, 2022). Their values and behaviours should reflect what they expect from others within the company (Richson, 2021).
Finally, the CIPD framework stresses that PPs must engage in continuous professional development to ensure their policies and advice remain legally compliant and aligned with new trends (Stroope, 2023). In conclusion, a successful PP is crucial to business success. PPs should focus on shaping culture and creating supportive work environments, rather than just managing processes. The flexible and multi-faceted role of a PP makes it a central function in businesses.

1.2  Know own personal and ethical values and apply these in their (people practice) work. 

CIPD (2024) defines ethical values as a moral compass to decision making in our daily lives. Ethical values and frameworks like Deontology, CIPD’s eight ethical lenses and utilitarianisms highlight why businesses should create shared ethical culture so that employees can feel informed on what the business rules are and encouraged to do what is morally right and required from them (BBC, 2014). These values are usually influences by our own personal ones and often overlap each other (Linkedin, 2025). 
Integrity is a cornerstone of my approach as a legal and HR advisor. This comprises of being clear and truthful with clients and making sure that I am consistent in in my delivery of advice, values and advice to clients, especially if the advice is difficult to hear (Greene, 2024). Advisors are often given sensitive information about employees and businesses associated with them, therefore acting with integrity guarantees a build of trust with clients (Cox, 2017). An example of this being done within my work would be a handling of employee grievance. During this process as an advisor, I would need to ensure that I follow company handbook policies, legal requirements and maintain confidentiality throughout (Schmidt, 2022). I would need to also ensure that my decision making or anyone else that is involved within the process isn’t affected by any bias or prejudice, especially if the issue is related to discrimination (Chowdhury, 2020). I would also have to ensure that the process is handled fairly and that the employee’s personal information is protected at all times. 
Empathy is a personal value which involves sensitive and understanding approaches to employees’ feelings and views (Clarabut, 2023). As a legal and HR advisor I must be empathetic throughout all aspects of my work and especially when employees and businesses are facing hard situations or emergencies (Indeed, 2022). An example of this would within my work would be where an employee is dealing with an illness and requires time off or a change of working hours. I would listen to the employee’s concerns and offer any support that we can give as a business (Gentry, 2024). An example of this can be instructing a medical expert to help discuss their conditions further and obtain potential adjustments to assist them when they return to work (ACAS, 2022). My key aim would be to ensure that their well-being and the business operational requirements are aligned with each other. Another example could be offering flexible working to ensure that the employee can have time to manage work and personal life and thereby ensuring integrity and empathy are aligning together (Kossek, 2021). 


1.3 Know the importance of people professionals contributing to discussions. 

Taylor (2022) emphasises the importance of people professionals (PP) contributing to discussions with clarity, confidence, and knowledge. Their ability to influence others fosters a supportive, productive environment, leading to positive outcomes for both employees and the business (CIPD, 2024). Key PP behaviours include courage, communication, accountability, and relationship-building with stakeholders (CIPD, 2024). Effective communication shapes organisational culture, with PP setting precedents by confidently discussing company norms and values (LinkedIn, 2023). 
As PP contribute to strategic decisions, their input helps align business development with company goals and talent management (Peters, 2023). A lack of influence can lead to misalignment between practices and goals, causing policy disparities and negative employee experiences (Chowdhury, 2020; Radziwill, 2019).Clear communication also fosters a supportive workplace. PP who confidently address policy changes, employee issues, and initiatives like diversity help maintain a positive culture (Black, 2023). 
They influence employee morale and engagement, improving business outcomes by applying Cialdini’s principles of influence which are; self actualisation, esteem needs, belongingness and love needs, safety needs, psychological needs (Cialdini, 2022). Poor communication or influence can result in disengaged, unappreciated employees, leading to higher turnover and reduced productivity (Yetton, 2023).
PP must earn employee trust to be effective in recruitment, training, and decision-making (Disney, 2022). A lack of confidence or communication can reduce trust, diminishing their authority and impact (Grenny, 2022). Additionally, PP play a critical role in mediating conflicts, ensuring clear communication and listening skills to resolve disputes favourably (Marchington, 2021). Failure to influence key stakeholders in matters such as discrimination or harassment may lead to legal claims, reputational damage, and reduced employee morale (Janove, 2023).
During organisational changes like restructuring, PP must confidently communicate goals and expectations to guide staff through transitions smoothly, reducing confusion and frustration (Buxton, 2021). Failure to do so may result in resistance to change, wasting resources and hindering progress (Patient, 2022). A lack of influence can also lead to unethical behaviour with serious organisational consequences (Taylor, 2022). 


1.4 [bookmark: _Hlk133927075]Know when and how to raise matters that might be unethical or illegal.  

It is imperative to highlight that raising concerns about unethical or illegal matters in personal or work contexts is essential (Taylor, 2022). This can be done through the CIPD Code of Conduct and whistleblowing, but employees must report such matters professionally and in line with company policies (CIPD, 2023).
Unethical issues may breach moral or professional standards but are not always illegal. These can create toxic environments, harm wellbeing, and damage reputations, so they must be addressed swiftly (Dike, 2023).
An example of an ethical issue could be a conflict of interest in a law firm. If a senior solicitor manages a case involving a competitor, but their relative works for that competitor, the solicitor must disclose the relationship. Failing to do so compromises integrity (UOCF, 2016).
The response should be to document the situation, gather evidence, and privately raise concerns with the solicitor. If dismissed, escalate the issue to management or HR, prioritising facts, client interests, and company integrity (Muller, 2023). Suggest mitigation, such as reassigning the case to an independent solicitor (Briscoe, 2009).
ASDA, for example, ranked worst for not adhering to the Grocery Supply Code of Practice, engaging in unethical practices like unfair invoice deductions, despite not being illegal (Butler, 2017).
Illegal matters breach laws and carry legal penalties. Ignoring them can lead to reputational damage and legal consequences (McIlnay, 2024). For instance, if an employee arrived at work intoxicated before an important presentation and drove despite public transport availability, this would be a criminal offence (Davis-Stober, 2019).
The first priority should be to ensure the employee’s safety and prevent them from leaving. Document the incident, gather evidence, and report it to HR or management. Follow company policies, especially regarding drug and alcohol use, and reassign critical tasks. HR should decide whether to involve authorities, as driving under the influence is a serious offence (CIPD, 2024).

2.1 Be able to use theory to argue the human and business benefits of people feeling included, valued, and treated fairly at work.

Creating a diverse and inclusive work environment where employees feel valued, included, and fairly treated is essential for both business and human success. These factors are interrelated and contribute to retention, productivity, motivation, and business growth (Indeed, 2023). CIPD’s “good work” report (Brinkley, 2024) further supports this, showing that fair rewards and opportunities benefit both individuals and businesses.
In Maslow’s Hierarchy of Needs, he identified five levels of human needs, from basic desires to self-actualisation (Pichere, 2015). The theory highlights that the need for belonging and respect are fundamental psychological essentials. Feeling included and valued in the workplace meets these needs and supports higher-level desires. Maslow’s theory also found that employees who feel respected and a sense of belonging are more likely to experience greater well-being, engagement, job satisfaction, and motivation (Harkins, 2022). It suggests that inclusivity and fair treatment contribute to psychological safety, well-being, and improved pride in work. Employees who feel recognised are more likely to exceed expectations (Hall, 2016). The CIPD (Green, 2019) also shows that organisations with inclusive cultures experience improved growth and job satisfaction.
Social Exchange Theory suggests that individuals exchange resources like emotional commitment, effort, and time in relationships (Nickerson, 2023). It supports the idea that when employees feel valued and respected, they are more likely to invest in a business, strengthening the connection and trust between them and the organisation (Wong, 2024). This theory further demonstrates that fair treatment and inclusivity foster trust and loyalty, leading to higher engagement and retention (Smith, 2022).
Herzberg’s Two-Factor Theory divides workplace factors into hygiene and motivators. Hygiene factors, such as policies and work settings, reduce dissatisfaction but don't lead to high satisfaction (Juneja, 2019). Motivators, like opportunities for growth and recognition, encourage engagement and quality. This theory reinforces that fair treatment benefits both individuals and businesses, improving engagement and productivity. Clear goals and recognition foster creativity and innovation, with employees who feel fairly treated more likely to take initiative in their development. This benefits both business and personal growth (Fontana, 2023).
It is clear that businesses promoting fairness, value, and inclusivity reduce turnover and absenteeism, as employees feel valued and are more likely to remain. This lowers recruitment and training costs. Additionally, fair treatment fosters respect and support, reducing absenteeism by increasing positivity towards work (Schooley, 2022). A culture of fairness and inclusion enhances a business’s brand and reputation, attracting top talent and retaining high performers. Such businesses are also more likely to build strong relationships with stakeholders (HR-S&R, 2021). Finally, fair treatment ensures compliance with legal and ethical standards regarding equal opportunities and discrimination, reducing the risk of legal claims (ACAS, 2023).
In conclusion, the theories outlined provide strong evidence that fairness, value, and inclusivity should be prioritised in the workplace. Incorporating these principles is not only a matter of morality but also a strategic investment in business success.

2.2 Know how to design people practice initiatives to be inclusive and how to check inclusivity after implementation. 

To design long-lasting inclusive PP initiatives, careful planning, monitoring, and evaluation are essential to maintain inclusivity post-implementation (Taylor, 2022). 
One example is recruitment and hiring. Ensuring inclusivity involves removing bias from the recruitment process and actively seeking diverse candidates. When recruiting for a new paralegal or associate role in my Employment Law team, I would use inclusive language in the role description, avoid gendered terms, and offer hybrid or flexible working arrangements (CIPD, 2022). The recruitment team could be trained to avoid unconscious bias and in inclusive interview practices (Horton, 2024). Further inclusivity can be achieved by standardising interview questions (Jensen, 2024). To maintain inclusivity after implementation, regular feedback should be gathered from both unsuccessful candidates and new hires through anonymous surveys or informal discussions (Indeed, 2024). PP should continually evaluate and adjust initiatives as needed, and seek feedback from employees with disabilities to assess inclusivity and hear their opinions on whether they were inclusive. (ACAS, 2023).

Another initiative would be offering accessible training and equal developmental opportunities for all employees (Glass, 2024). For instance, Redkite’s Employment Law team could offer courses on new employment legislation, such as sexual harassment policy changes. To ensure inclusivity, training would be offered in multiple formats, such as videos with subtitles and written materials, to cater to various learning styles and accommodate disabilities (Oxford, 2024). After implementation, PP can assess employee engagement and inclusivity through an annual survey and regular focus groups, comparing data to identify areas for improvement (Robison, 2018).

Lastly, to promote inclusivity in career progression, Redkite could introduce a mentorship programme for junior staff from underrepresented groups, pairing them with solicitors and partners from similar backgrounds. The company has also established clear pathways for career progression to ensure all employees have equal opportunities, regardless of their background (Blenkinsop, 2021). After implementation, PP should track and analyse promotion data to ensure fairness and investigate any disparities in promotion rates based on ethnicity, gender, disability, or race. Inclusivity can also be assessed by monitoring retention rates and the type of work assigned to underrepresented groups, along with checking for unconscious biases in the assessment process if disparities arise (Wyatt, 2024).

2.3 Be able to work inclusively with others and build positive working relationships.

Reflecting on my ability to work inclusively and positively with others, I recognise the importance of creating an environment where everyone feels valued and supported. I've worked on creating a space where diverse viewpoints are welcomed, and I actively listen to ensure that every member of my team that makes contributions is acknowledged. This supports collaboration but also enhances the joint decision-making process.

In January 2025, after discussing my work style with a team leader and solicitor, I received feedback that I could improve my approach by spending more time in the office and engage more with junior staff. My manager and solicitor highlighted that I excel in remote communication and digital collaboration, however, attending the office could strengthen my relationships with junior team members. My team leader specifically mentioned that it would provide an opportunity for mentoring junior staff and I could share insights more effectively as junior staff would be more inclined to request help if it was right next to them. This would help junior staff navigate their roles more easily.
Taking this feedback on board, I have decided to attend the office 1-2 days a week. My aims were to build stronger relationships with junior staff members by being accessible, offering mentorship, having more informal discussions to get to know them. My presence in the office can help them feel more associated to the team, inspire open discussions, and create a more inclusive environment where everyone feels they have the opportunity to contribute and develop. I believe this approach will not only improve my working relationships but also promote a culture of inclusion and positivity, where everyone regardless of their level, feels supported in their professional journey.

One of the areas I’ve consistently focused on is communication. I’m aware that different individuals have different preferences. Some of the junior members may be more comfortable with direct and short feedback, while others might prefer more detailed conversations. I’ve learned to adapt my communication style depending on the situation and the people involved by obtaining their individual feedback after reviews. I believe asking for their feedback on best learning methods and their preferences on communication fosters an environment of trust and mutual respect.

3.1 Understand how the people practitioner role is evolving and the implications this has on your development. 

The role of the people practitioner (PP) has undergone significant changes in recent years, influenced by regulatory, legal, business, and technological developments (CIPD, 2023). Traditionally, PPs focused on tasks like recruitment, payroll administration, and policy enforcement. However, in today’s working environment, the role has expanded to include areas such as organisational culture, compliance, employee satisfaction, and alignment with legislation (Heath, 2024).
One major shift has been towards a more people-centric approach, with PPs now expected to be strategic partners within organisations, rather than simply managing policies (Khan, 2021). They now drive initiatives related to development, training, diversity, well-being, and inclusion, which has transformed HR into a more advisory or consultative role (Payne, 2021).
This evolution requires PPs to continuously update their knowledge and skills to provide accurate advice. They must stay ahead of changes in employment law, organisational behaviour, and create tools to improve their practices (Roland, 2020). The growing focus on inclusion, diversity, equality (EDI), and mental health in businesses requires ongoing training (Farmiloe, 2023).
The training I have completed, as outlined in my CPD plan, demonstrates my commitment to adapting to this changing role. My courses on Settlement Agreements, Working Time, Holiday Pay, TUPE & the Equality Act, and Bullying, Harassment, and Sexual Harassment show my determination to stay updated on the legal complexities shaping HR practice today (Evans, 2023). I have kept my knowledge current through both external and in-house courses.
I have also been working more closely with staff, including junior members, to deepen my understanding of the human element in PP. This engagement helps me contribute to shaping policies aligned with business goals.
I plan to continue my development by completing training on Workplace Mental Health and Wellbeing, a growing priority (IGPP, 2024), and enhancing my knowledge of HR technology and data analytics, which will support my future decision-making (Chamorro-Premuzic, 2020).
Additionally, I intend to participate in more networking opportunities to learn about best practices in employee engagement and organisational development (Davies, 2019).
In conclusion, ongoing professional development is crucial for thriving in this evolving landscape, and all people practitioners should be committed to enhancing their skills and knowledge.

3.2 Be able to assess strengths, weaknesses and development areas, based on own considerations and feedback from others.  

To assess myself against the Valuing People and Working Inclusively core behaviours from the CIPD Profession Map (Associate Level), I will reflect on my experiences and incorporate feedback from a colleague to evaluate my strengths, weaknesses, and areas for development.
Valuing people is about recognising and appreciating contributions from others while promoting respect, equality, and fairness.
My strengths include making a conscious effort to recognise others' contributions, especially in one-to-one conversations and work reviews. Junior colleagues valued this feedback, particularly in relation to their work drafting client documents. However, my team leader noted that I sometimes struggle to ensure everyone's voice is heard in team meetings, leading some to feel less valued. To address this, I aim to proactively encourage quieter team members to engage, ensuring everyone feels recognised.
Regarding working inclusively, I excel at recognising value in others and promoting inclusivity. However, I recognise the need to improve managing inclusivity during discussions and addressing unconscious bias. Feedback from colleagues supports this, and I plan to engage in training to create a truly inclusive environment.
Working inclusively involves creating diverse and equitable environments where everyone, including clients, is respected regardless of their identity.
My strength lies in ensuring inclusivity when drafting legal documents, as noted by a client who praised my neutral and bias-free language, as well as my consideration of clients' diverse needs. My team leader suggested that I sometimes assume clients are familiar with standard legal processes, which can create barriers for those with limited experience in the legal system. Therefore, I aim to tailor my communication for clients unfamiliar with legal processes by providing personalised explanations and regularly checking their understanding. My Senior Solicitor also recommended that I seek advice from a wider range of colleagues to offer more diverse perspectives.
In evaluating my approach, I see strengths in using inclusive language and ensuring equal treatment for all. However, I need to improve my communication for clients who may not understand the legal system. Feedback from a colleague suggests that expanding my network of collaborators will help improve the inclusivity of my work. I plan to tailor communication to clients and engage with more colleagues to offer varied advice.

3.3 Be able to formulate a range of appropriate CPD options to support ongoing learning.

Following my self-assessment activity, I identified the following development activities that I have added to my plan; Researching the 70:20:10 model and identifying further opportunities to learn. This model offers a framework for learning and development where 70% comes for the job experience, 20 for social learning and 10 from education. This will help me identify ways to learn and ideas for development. 
I also added a section to improve my understanding of diversity and inclusion and working more collaboratively as this will contribute to better team dynamics, creativity and a sense of belonging. 
Another activity in my document related to improving my understanding around working time, holiday pay, Tupe and Equality Act. This training will ensure that my knowledge is compliant with legislation required for my role. 

3.4 Be able to reflect on and draw conclusions about the effectiveness of development activities. 
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Development Record





	NAME:
	Kamil Stopa 
	MEMBERSHIP NUMBER:
	2334268

	COVERING THE PERIOD FROM:
	14th November 2024 
	TO:
	14th April 2025 



	Key dates
	What did you do?
	Why?
	What did you learn from this?
	How have/will you use this?
Any further action?

	12th Dec 2024 







	I completed online training on MBL website “Absence management for Employment & HR Professionals – An update” 

https://mymbl.mblseminars.com/totara/dashboard/Absence management for Employment & HR Professionals – An update 

	I completed training on “Absence Management for Employment & HR professionals”. The reason why I did  is because this training was directly applicable to my role, as it provided me with a deeper understanding of the various factors affecting employee absence and how to manage these issues effectively. Additionally, my team leader suggested this as we were getting an influx of advice requests around capability and sickness absence.


	I learned and gained insights into the best practices for supporting employees returning from extended absences, and understanding how to balance business needs with employee wellbeing. I also learned strategies to reduce excessive absenteeism, including identifying potential underlying causes, such as workplace culture or health-related issues, and addressing them effectively.
	 I was able to apply this knowledge of best practices for managing absence to assist large corporation clients. I advised between 10 -20 enquiries about absence management and capability, offering practical guidance on handling long-term sickness, return-to-work interviews, and the use of occupational health services. This development activity has improved my confidence and ability in managing absence cases. This also ensures that I provide our clients with timely and legally compliant advice.

	19th Dec 2024





20th Dec 2024







	Sexual Harassment in the Workplace - A Guide for Employees - Webinar

Bullying & Harassment in the Workplace - An Update on the New Legislation - Webinar
	I completed training on new Employment Legislation regarding sexual harassment and preventing bullying. I did this due to feedback from one of my clients which emphasised that this is an area they struggle with in their company and they have a low retention rate & low morale. They requested my assistance with improving this. My team leader and colleagues suggested during my team meeting that it would be a good idea to help them by tailoring their scripts and methods of handling these issues and completing further training would be useful. 

	Completing these trainings ensured that I was up to date with the latest employment legislation surrounding sexual harassment and bullying prevention. Understanding legislation, employer and employee responsibilities and best practices allows me to support our clients in handling sensitive issues in a legally compliant way. After completing this training, I have found that identifying potential risks and taking preventing actions has become easier to me. 
	I used this knowledge to provide my client with tailored scripts for handling sexual harassment and bullying within work. I will continue to use this when updating policies on both for clients within their handbooks and individual documents.

	20th Dec 2024



















23rd Dec 2024 




05th Jan 2025 
	https://www.cipd.org/uk/knowledge/evidence-reviews/building-inclusive-workplaces?gad_source=1&gclid=Cj0KCQiA4rK8BhD7ARIsAFe5LXKMXct4iN6xqq5nAh6C6XsefF5W6cDTEw7km2SdTOf2yV3Tv9QQPmUaAobTEALw_wcB 



https://mymbl.mblseminars.com/course/view.php?id=3404&section=1


https://www.cipd.org/uk/topics/equality-diversity-inclusion/ 

	Following my self-assessment activity, I read the CIPD’s Factsheet on Diversity and Inclusion in the. I decided to do a further enhancing training on MBL later “Equality, Diversity & Inclusion ‘EDI’ in the workplace...” which helped broaden my understanding of diversity and inclusion in the work place, which is an increasingly important focus in current HR practices. A senior Solicitor suggested that I enhance my understanding of DEI due to the new law updates and constant evolution of our handbooks within work. This would help me with including more inclusive language in our handbooks and thereby assisting clients. 
	By reading the CIPD’s factsheet and accessing a range of resources and training, I was able to gain a deeper insight into the key principles of diversity and inclusion, including the legal and ethical implications. I was also able to improve my drafting skills with legal document and ensuring that I promote diversity and inclusion within these documents. 
	I have been able to apply this knowledge to create more inclusive practices and policies for large clients which contributes to a positive and diverse environments. This development has influenced my ability to make more informed decisions and advocate for diversity more effectively in my workplace and for my clients. 
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Development plan





	NAME:
	Kamil Stopa
	MEMBERSHIP NUMBER:       
	2334268

	COVERING THE PERIOD FROM:
	14th November 2024 
	TO:
	14th November 2025




	What do I want/need to learn?
	What will I do to achieve this?
	What resources or support will I need?
	What will my success criteria be?
	Target dates for review and completion

	Improve understanding around sexual harassment new legislation.  Also ways to prevent bullying and harassment in the workplace. 
	Following my PDR in December 2024, I agreed with my team leader that I will need to update my knowledge around sexual harassment and bullying after the employment law updates. I will look to complete training on new employment legislation. 
	Access to training on MBL website from HR.

Sexual Harassment in the Workplace - A Guide for Employees - Webinar

Bullying & Harassment in the Workplace - An Update on the New Legislation - Webinar
	To complete both trainings
	25th January 2025

	I need to learn to assist and draft Settlement agreements.

I need to draft and assist on settlement agreements with Partners & Solicitors. 




	I will complete inhouse training with solicitors. 

I will draft and assist with at least 10 Settlement agreement documents. 
	I will need support from Senior solicitors and partners to obtain the work. 

I will also need for Solicitors to deliver the training. 
	Completed at least 10 settlement agreement documents or assisted on 10. 

Complete in-house training. 
	
15th February 2025

	To be more inclusive and collaborative. 



	Following my self-assessment activity, I established that I need to work more inclusively and collaboratively. I will attend the office to collaborate with staff and junior staff. 

During my PDR in December 2024, we established that my weakness was collaboration with the employment and commercial law team and therefore I will focus on attending the office and assisting them on projects such as opening files & cross-referrals. We also agreed that a record of cross referrals would be useful and I will create an excel spreadsheet to keep track of this to see the turn over of clients. 
	Support from HR on excel training. 

Support from Commercial team and junior staff in collaboration. 
	Create an excel spreadsheet to keep record of cross referrals. 

Opening 10 files for Employment and commercial team. 
	30th February 2025 

	Improve my understanding on diversity and inclusion in the workplace. 




	Following my self-assessment activity, I established that I will need to improve DEI understanding, I will complete reading around the CIPD’s factsheet on diversity and inclusion in the workplace to access a range of resources on this behaviour.
	Access to the CIPD account and training. 

Work from management for clients who need improved policies on DEI. 

Equality, Diversity and Inclusion resources | CIPD

Equality, diversity and inclusion in the Workplace | Factsheets | CIPD
	To complete the CIPD’s factsheet reading on DEI. 


	20th March 2025 

	Improve my understanding on working time, holiday pay, TUPE and equality Act. 




	Following my PDR in December 2024, my manager and I identified in an assessment that I would need to improve my understanding of these topics. I will therefore complete training on MBL website for “Working time, holiday pay, TUPE & Equality Act – All Change in January 2024”

I will also complete a further supplementary training “Calculating Holiday pay” to be in line with new legislations. 
	I will need funding and access to MBL website trainings.

Working Time, Holiday Pay, TUPE & the Equality Act - All Change in January 2024 - Webinar

Calculating Holiday Pay - The Latest on the 2024 Reforms - Webinar
	To complete both training programmes. 
	01st April 2025 

	Improve my understanding further on restructuring organisations & TUPE.

	Following my 1-2-1 in January 2025 after returning post Christmas, my manager and I established that I will look to complete training online on MBL website “Restructuring an organisation – Key Common Issues Explored for Employment & HR Professionals”.

I will also have to assist on advice on restructure of businesses and TUPE.
	I will need funding and access to MBL website trainings.

Restructuring an Organisation - Key Common Issues Explored for Employment & HR Professionals - Webinar

I will also need work assigned for TUPE and restructure from my seniors. 
	To complete training. 
To assist with 10 TUPE or restructure enquiries. 
	25th April 2025  

	Complete training on compliance and data protection for the legal sector. 
	Our compliance department had a discussion with the employment team in early November and identified multiple compliance breaches like I.e. continuing work for large clients without finalising their ID’s. It was found that although the Employment team were performing very well in compliance issues, we still had minor weaknesses that we needed to improve on, I will therefore complete two trainings along with my team on compliance to improve my understanding of ways to avoid this. 

	I will need funding and access to MBL website trainings.

UK Data Protection Compliance for the Legal Sector - A Snapshot - Webinar

AML Regulation 2024 - A Bitesize Update for Fee Earners - Webinar
	To complete both trainings for compliance. 
	01st May 2025

	Research the 70:20:10 model and identify further opportunities to learn and develop through my work with support of my managers and colleagues. 
	Following my self assessment I established that I will research the 70:20:10 model to identify further opportunities to learn. 
	I will read the following book:

Hoyle, R. (2015). Informal learning in organizations : how to create a continuous learning culture (First edition.). Kogan Page.

	Complete reading around 70:20:10 in the book from Hoyle (2015)  
	25th May 2025 

	I need to improve my learning on Absence management. 

 
	Complete online training on MBL website “Absence management for Employment & HR Professionals – An update

Complete between 10-20 advice enquiries within absence management and capability process.
	https://mymbl.mblseminars.com/totara/dashboard/asbencemanagement foremployment&HrProfessionals-Anupdate.
https://mymbl.mblseminars.com/totara/dashboard/ 

Obtain funding for MBL Training and work for capability procedures
	To complete the training.

To complete 10-20 enquiries on capability. 
	10th June 2025 

	I need to improve my pricing knowledge of packages for clients. 
	As feedback from my team, one of the agreed goals for me would be to complete training with partners and to handle more package price renewals for large businesses to promote our business and to provide me with more diverse work. Additionally this would help me with building positive and professional relationships with large corporations we advise. I will therefore complete in house training and go out of my way to pick up enquiries around this. 
	I will need for solicitors to hold the meeting. 

I will need to request work around package renewals.  
	To complete the inhouse training 
	01st July 2025  

	To further improve understanding on EDI in workplace 
	I will complete EDI training on MBL - “Equality, Diversity & Inclusion ‘EDI’ in the workplace – an update with Kate Shepherd”
	Equality, Diversity & Inclusion 'EDI' in the Workplace - An Update with Kate Shepherd - Webinar 

I will need access to training on MBL from HR 
	Complete training 
	30th August 2025 

	Improve my mentoring skills and ability to provide feedback. 
	Following from my PDR in December 2024, I agreed with my manager that I will be starting to keep track of any work reviewed for junior members and engaging with them more. This will be done to improve my abilities to review and to move forward to a promotion in 2025.  I will review work and hold 1-2-1 meetings for feedback sessions with junior members. will need to communicate clearly with junior staff and provide them with work.
	I will need engagement from junior staff. 

I will need assistance from solicitors and management for appropriate work. 


	To Complete 50 feedback documents with a  junior member 
	20th August 2025

	To expand my knowledge around workplace mental health and wellbeing 
	I will complete MBL training following on from my senior solicitors advice to improve my knowledge around methods to support this. 
	Employee Health & Wellbeing - The Legal Obligations Explained - Webinar 
	To complete the training 
	10th September 2025

	To expand my knowledge on HR Technology and analytics. 
	I will complete reading around HR tech and analytics to improve this further. I will be doing this to improve data collection within our team. 
	People Analytics | Factsheets | CIPD
People Analytics resources | CIPD
People analytics: Guide for people professionals | CIPD
	To complete the reading list. 
	01st October 2025. 

	To increase my collaboration with colleagues and diversity on advice. 
	Following on from my 1-2-1 in January 2025, I agreed with my team-leader that this year I will look to organise a wide team collaboration event. 
	I will need assistance from my team leader and HR to organise this event. 
	To organise an event for collaboration
	20th October 2025.

	Improve my understanding around Employment law updates ahead of April changes and to develop a training session. 
	I will develop training materials for the Employment team that will be deliver to our Large clients with regards to Employment updates. 

	I will need support from the team to develop this training and to collect appropriate topics for the training.

I will also need the admin and business development team to assist with obtaining attendees for the project from our client list.  
	To complete the training.

To deliver the training 
	01st November 2025
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